Abstract
Introduction
There are number of studies with respect to employee aspects such as reward, job satisfaction and commitment. Studies found that employee performance is affected by employee aspects. Employee performance is influenced by a number of factors and these include reward systems, job satisfaction and organizational commitment (Sims 2002) . Studies have been conducted to know the relationship between reward, satisfaction and commitment. Studies found that, in most organizations, poor reward systems lead to lower satisfaction and in turn produces very low organizational commitment (Caruth & Handlogten, 2001 ). There are few more studies with respect to job satisfaction, performance and commitment. Employees who experience job satisfaction are more likely to be productive, effective performers and committed to the organization. Research has shown that increased job satisfaction improves employees' organizational commitment, performance and creativeness, and reduces absenteeism and turnover (Oshagbemi, 2010) . In any type of organization such as service organisation, relationship among employee aspects such as rewards, job satisfaction, commitment and employee performance should be determined for the betterment of organization. Based on the findings of the previous studies, there are no concrete decisions with respect to employee aspects such as reward, job satisfaction, commitment and employee reward. The relationships among these have not been proved clearly. Thus, this study is attempted to know about the relationship between employee aspects and employee reward.
Research question and objective
Researcher raises "is there relationship between employee aspects and employee performance" as research question. This research question is translated into research objective. Thus, this study tries to know about the relationship between employee aspects and employee rewards.
Significance of the Study
This study plays a significant role in number of ways. Studies have found that employee performance is important for organizational success. Employee performance has become one of the significant indicators in determining organizational performance and success (Wall, Michie, Patterson, Wood, Sheehan, Clegg, & West, 2004) . There are studies with regard to student performance in public institutes. In higher public institutions of learning in Uganda, employees exhibit levels of poor performance such as withholding students' results, strikes, absenteeism, turnover, disregard for managers and late submission of students' results (Terry, 2005) . Studies have proved that poor rewards may be the cause of employee satisfaction.
It is utmost necessary to avoid employee dissatisfaction by having a good reward system in organizations. Study found that poor reward packages are seen by employees as a source of unfairness in the system which causes the employees to become dissatisfied with their jobs resulting into lack of commitment thus affecting their overall performance (Bratton & Gold, 2007) . Studies found that reward must be directly and specifically associated with improved performance. In the competitive world, organizational success depends on quality services provided by the organization to its customers so do this organization depends on its employees. Rewarding employees may create job satisfaction and organizational commitment that lead to high employee performance.
Review of Literature
Review of literature is based on employee aspects and the relationship among employee relationships and employee performance.
Employee aspects
Employee aspects such as rewards, job satisfaction and organisational commitment are outlined in this section. Reward can be defined as an external agent administered when a desired act or task is performed (Rys, 2007) .
Rewards can be either extrinsic or intrinsic (Hafiza et al., 2011) . Robbins (2003) 
Conceptual frame work
Review of Literature helps to derive the following conceptual framework. Figure 1 depicts the conceptual framework between employee aspects and employee performance.
Development of Hypotheses
Based on the review of literature and conceptual model, the following sets of hypotheses are developed. Developed hypotheses are tabulated in Table 1 .
Methodology Sample size
In order to carry out this study, 100 employees were selected five hospitals in Akkaraipattu Municipal Area.
Data Collection Methods
Data were collected by primary source i.e.
questionnaire. For the purpose of collecting 
Null hypotheses
Alternative hypotheses There is no relationship between employees' rewards and employee performance There is relationship between employees' rewards and employee performance There is no relationship between job satisfaction and employee performance.
There is relationship between job satisfaction and employee performance.
There is no relationship between commitment and employee performance.
There is relationship between commitment and employee performance. data using questionnaires, questionnaires were designed into five sections such as employee rewards, job satisfaction, organizational commitment and employee performance that include personal profile of respondents.
Questionnaire is scaled in 5 point likert scale that range from 1 (strongly agreed) to 5 (strongly disagreed).
Method of analysis
Collected data were analysed factor analysis, correlation and regression analyses with SPSS that has a version of 22.
Results and Discussion of Findings Factor Analysis
Kaiser-Meyer-Olkin is a measure of sampling adequacy. Since the value is greater than 0.5 (0.726) samples taken in this study is enough for factor analysis. Bartlett's Test of Sphericity Table 4 . 
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0.000
Rejected There is relationship between job satisfaction and employee performance.
Accepted
0.000
Rejected There is relationship between commitment and employee performance.
Accepted
Hypotheses tested
As per the table 4 of correlations, p values between employee rewards, job satisfaction, organizational commitment and employee performance are less than 0.05 all the nulls are rejected and all the alternatives are accepted.
Hypotheses tested are tabulated in Table 5 .
Regression
In terms of the model summary table, R square and adjusted R square revealed the values as 0.643 and 0.631 respectively. These values explain around 64% of total variation on employee performance. Model summary is tabulated in Table 6 . .000 .000 .000 N 100 100 100 100 **. Correlation is significant at the 0.01 level (2-tailed). Table 8 .
Conclusion
Results of this study revealed that value of KMO is greater than 0.5 (0.726) samples taken in this study is enough for factor analysis.
Bartlett's Test of Sphericity is measured by approximate chi-square is also significant. 
